Workplace spirituality & emotional intelligence are emerging concepts in management literature, however there are very less studies that have explored the relationship between the two. The present study bridges that gap by presenting a model illustrating the relationship between the two through path analysis approach. The study was conducted on 128 employees working at various capacities in service sector in and around Chandigarh region in North India. Based upon path analysis, it was found that emotional intelligence acts as an antecedent to workplace spirituality which is further linked to job satisfaction. The study has used only a small sample size, so generalized conclusion should be made with caution. However, the study shows that as emotional intelligence acts as an antecedent to workplace spirituality, the organizations can focus on the development of emotional intelligence for improving workplace spirituality, which will further improve job satisfaction.
Harding, Jacobs, & Fleishman (2000) asserted that effective leadership behavior fundamentally depends upon the leader's ability to solve complex social problems that arise in organizations. In an empirical investigation by Wong & Law (2002) , it was found that Emotional Intelligence of followers affects job performance and job satisfaction, while the EI of leaders affects their satisfaction and extra-role behavior. However, the relationship is moderated by the extent of emotional labor in the jobs (Wong & Law, 2002 ). Thus we can say that it has been established empirically that emotional intelligence has the positive effect on the job performance of an employee.
Let us look at the meaning of the concept of emotional intelligence. According to Leeper (1948) emotions are "processes which arouse, sustain, and direct activity" (p. 17) . Similarly according to Salovey & Mayer (1990) emotions can be distinguished from the closely related concept of mood in that emotions are shorter and generally more intense.
Intelligence is explained by Wechsler (1939) as the aggregate or global capacity of the individual to act purposefully, to think rationally, and to deal effectively with the environment. Based upon that Salovey & Mayer (1990) first coined the term Emotional Intelligence as the subset of social intelligence that involves the ability to monitor one's own and others' feelings and emotions, to discriminate among them and to use this information to guide one's thinking and actions. There is a consensus among the researchers of emotional intelligence that it consists of four domains as initially described by Salovey & Mayer (1990) trait. Ability models regard emotional intelligence as a pure form of mental ability and thus as a pure intelligence.
The mixed models of emotional intelligence combine mental ability with personality characteristics such as optimism and well-being (Mayer, 1999) . However by combining intellective and non-ability traits, mixed models do not claim EI to be a type of intelligence (Goleman, 2005) . Thus the trait models that classify EI measures as trait and state measures (emotional self-efficacy), refers to a constellation of behavioral dispositions and self-perceptions concerning one's ability to recognize, process, and utilize emotion-laden information (Petrides & Furnham, 2001 ) are better option to measure EI.
There are various scales that measure EI as trait, for e.g. there is a 133-item self-report Bar-On Emotional Quotient Inventory (EQ-i) measure which consists of 15 distinct scales. These scales include the ones measuring:
emotional self-awareness, assertiveness, self-regard, self-actualization, independence, empathy, interpersonal relationships, social responsibility, problem solving, reality testing, flexibility, stress tolerance, impulse control, happiness and optimism (Bar-On, 1996). Similarly Bernet (1996) has developed 93-item Style in the Perception of Affect scale based on the premise that being able to attend rapidly, appropriately and effortlessly to feelings is the cornerstone of emotional intelligence. The measure assesses respondents' preferences for the following three styles: body-based, evaluation-based and logic-based perception of affect. It was also found that body based perception of affect scale was associated with better mental health, awareness of small bodily changes, social skill, contentment and creativity. 
Workplace Spirituality
Workplace Spirituality as discussed by McCormick (1994) Similarly Llyod (1990) has observed that organizations high in workplace spirituality outperform those without it by 86 percent. Corporate world has embraced the concept of workplace spirituality as the "Spirituality at Work" movement in an attempt to make corporate life, feel more creative by tapping into the employee's spiritual side (Brandt, 1996) .
There are various measures of workplace spirituality for e.g. a 21 item measure given by Ashmos & Duchon (2000) . Similarly an 18 item scale, based on 4 dimensions of engaging work, sense of community, spiritual connection & mystical experience given by Kinjerski & Skrypnek (2006) . Person-organization fit scale is demonstrated by Sheep (2004) .
Then there is spiritual climate inventory scale given by Pandey, Gupta, & Arora (2009). However, for the purpose of the present study, it was found that scale used by Ashmos & Duchon (2000) best fits the purpose.
Workplace Spirituality & Emotional Intelligence
There are very few studies that have examined the relationship between workplace spirituality & emotional 
RESEARCH METHODOLOGY

Research Question
To determine if emotional intelligence causes workplace spirituality or vice-versa.
Sample Size & Profile
For the purpose of the present study, a sample size of 200 respondents was initially decided, however after many follow-ups, valid responses of only 128 respondents could be gathered, thus, giving response rate of only 64%. For the purpose of data collection, both physical form of questionnaire was distributed to the respondents & online version using Google form was also used. In the sample taken, 55% of the organizations were from Banking & Financial sector, 29%
represents educational sector & the remaining others are organizations dealing in various kinds of services like IT, Telecommunication, etc. About 45 % of the sample consists of employees at managerial designation, 40% consists of employees at clerical level. And the remaining 15% consists of those in teaching position. About 80% of the sample has age less than 40 years. 6% of the sample has age between 40 to 50 years and remaining 14% has age of more than 50 years.
About 57% of the sample consists of females and remaining 43% consists of males. The mean work experience of the sample was 10.39 years with SD of 8.9 years.
Research Instrument
Standardized 
EXPLORATORY FACTOR ANALYSIS
Emotional Intelligence
Before proceeding further, the factor structure for the construct of workplace spirituality & emotional intelligence has to be confirmed. For this purpose exploratory factor analysis was conducted on the construct of emotional intelligence.
As the sample size is more than 100, according to Stevens (2002) 
Workplace Spirituality
In case of workplace spirituality, the factor structure is shown in Table 2 . As the sample size is small, the factor loading for the purpose of retention of items has been kept at .512 as per the guidelines given by Stevens (2002) 
PATH ANALYSIS
To answer the research question, there is a possibility of two models: the first model is assuming that emotional intelligence acts as an antecedent to workplace spirituality which further causes job satisfaction. The second model assumes that workplace spirituality causes emotional intelligence which further causes job satisfaction. These models are discussed in the following sections.
Emotional Intelligence as an Antecedent to Workplace Spirituality
For path analysis, factor scores were calculated through Anderson-Rubin method in SPSS, as this method 
Workplace Spirituality as an Antecedent to Emotional Intelligence
The next model of interest is to check whether workplace spirituality acts as an antecedent to emotional intelligence. The path analysis for this model is shown in the Figure 2. www.tjprc.org editor@tjprc.org (Browne & Cudeck, 1989) , models having value of RMSEA greater than .1 should not be employed.
Comparative Analysis of Model 1 & Model 2
On comparing model 1 & model 2, it was found that both the models are distinct, with chi-square difference between the two models was found to be significant (chi-square difference=8.716, p=0.003). Also, in terms of model fit, it could be seen that in model 1, EI acting as an antecedent to WS is a superior model as compared to model 2, where WS is acting as an antecedent to EI. Thus, in terms of the research question asked in the section 2, it could be understood that emotional intelligence causes workplace spirituality rather than vice-versa.
Regression Analysis
From path analysis, regression estimates were also calculated & their results are shown in the Table 3 In Table 3 , it could be observed that, in terms of components of emotional intelligence, Self Emotions Appraisal (SEA) is the most important component of emotional intelligence, as it has significant impact upon finding meaning in work, sense of community & job satisfaction. This is followed by Use of Emotion (UOE) which has significant impact upon inner life & job satisfaction. It was also found that Other Emotions Appraisal (OEA) has significant impact upon sense of community & Regulation of Emotion (ROE) has significant impact upon inner life.
LIMITATIONS OF THE STUDY & SCOPE FOR FURTHER RESEARCH
The study suffers from following limitations.
• The sample size is not adequate to represent the total working population in service sector in Chandigarh region.
• The study is a preliminary investigation into the relationship between two most popular constructs of the present time in management i.e. workplace spirituality & emotional intelligence.
Further research with large sample size consisting of population from diverse sectors could be conducted.
CONCLUSIONS
With the emergence of so many new concepts, the Human Resource Manager finds himself in utter confusion as to which concept is to be given more importance. The HR manager could be put at ease, if it could be proven that all major concepts in HR are interlinked to one or two concepts and if those concepts could be taken care of, the other desired results would automatically fall in line. There are two major directions presently trending in organizational behavior literature is that of workplace spirituality & emotional intelligence, the present study is an attempt to show that these two major concepts are interlinked and if it could be developed as one concept, the other would automatically be developed. Although the research is at a nascent stage, it still provides valuable insights to HR Managers.
